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CONCERNmNGT1DSAGREEMENT
This Agreement made and entered into by and between the Superintendent of
Schools (USuperintendent") of the Lewiston-Porter Central School District ("District"), upon
authorization ftom the Board of Education ("Board"), and the Lewiston-Porter Organization of
Educational Administrators ("Organization").
This Agreement shall take effect on the date it is signed by the parties but, if it
is signed on different dates, then on the last such date. This Agreement shall continue in effect
through and including August 31, 2003. However, if a particular provision of this Agreement
sets forth a different effective date, that date shall be controlling as to that provision.
This Agreement is complete and contains all of the provisions to which the
parties agreed after negotiations in which both parties had a fair opportunity to raise all matters
appropriate for collective negotiations. Therefore, during the life of this Agreement, while either
party may propose amendments to this Agreement and the other party may choose to negotiate
with respect to them, neither party may insist that the other party negotiate respecting any matter'
whether or nor covered in this Agreement. From and after the effective date of this Agreement,
no other agreement or understanding shall be binding on the parties hereto unless it is written,
signed by authorized representatives of both parties. and dated on or after the effective date of
this Agreement.
'-
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Amendments to this Agreement can be made only by a written document which
is identified as an amendment hereto and is dated and signed by authorized representatives of the
parties. No provision of this Agreement can be waived by implication or practice. Such waivers
must be expressed, writte~ dated and signed by authorized representatives of the parties. Such a
waiver is limited to its terms and does not constitute a.practice or precedent unless the contrary is
expressed in the waiver.
PREAMBLE
The District has a statutory obligation, pursuant to Article 14 of the Civil Service
Law (Chapter 392 of the Laws of 1967, Public Employees Fair Employment Act, commonly
known as the Taylor Law), to negotiate with the Organization as the exclusive representative of
its administrative personnel with respect to salaries, hours, tenns and conditions of employment.
As a statement of good faith, the Taylor Law can be effective only to the extent
that the negotiating teams deal openly and fairly with each other on all matters. Equally
important is the attitude taken by the District and the Organization relative to the negotiating
agreement developed by both teams.
The District recognizes that administrators are part of the management team,
responsible to the Superintendent, charged with the responsibility of operating in accordance with
Board policies and the Superintendent's directives which interpret the environment in which
..
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appropriate authority is delegated to the administrative staff commensurate with such
responsibility. Further, the Board is cognizant of the need for close cooperation and
communication with the administrators via the office of the Superintendent, with the mutual aim
of providing quality education and maintaining an efficient school system geared to the needs of
the community.
The Organization recognizes that the Board members are state officials and have
duties, responsibilities and powers imposed by Education Law. These duties and powers cannot
be abrogated or negotiated away.
The Organization further recognizes that the Superintendent by law is the chief
executive officer of the Board with powers and duties set forth in Education Law.
ARTICLE 1 - RECOGNITION
1.1 The Board recognizes the Organization pursuant to the Public Employees' Fair
Employment Act, as the exclusive representative for the purposes of collective bargaining,
of all administrative personnel who are employed by the District except the Assistant
Superintendent for Administrative Services.
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1.2 The Board agrees that the Organization shall possess unchallenged representation status
for the maximum period permitted by law.
ARTICLE 2 - COLLECI1VE BARGAINING PROCEDURES
2.1 Upon written request of either party to this Agreement for a meeting to begin negotiation
of a successor to this Agreemen~ a mutually acceptable meeting date shall be set not more
than forty-five (45) calendar days following such request.
2.1.1 Said request shall be made in writing during November of the final school year of
this Agreement.
2.1.2 Detailed proposals in the form of proposed amendments to this Agreement shall be
exchanged between representatives of the parties at or before the first meeting.
2.2 The District's representative(s) shall meet with the representatives of the Organization for
the purpose of effecting a free exchange of facts'topinions~proposals and counter-
proposals in a concerted effort to reach a finalized agreement.
2.3
3.1
4.1
.~
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When agreement is reached covering the areas under discussion, the proposed agreement
shall be reduced to writing and submitted to the Board and the Organization for
ratification.
ARTICLE 3 - NO STRIKE PLEDGE
The Organization, its officers or agents, or the employees, shall not call, sponsor,
advocate, engage in, or assist in any strike, slowdown, work stoppage, or interfere with the
efficient management of the District's operations. The word "efficient" is to be defined by
the Board and the Superintendent.
ARTICLE 4 - ADMINISTRATIVE WORK SCHEDULE
Vacation Days
4.1.1 All twelve (12) month employees of the District in this unit shall receive twenty-
five (25) working days per year of paid vacation, exclusive of legal holidays. Said
vacation shall be credited on the basis of two (2) days for every twenty (20) days
worked to a maximum of twenty-five (25) days per calendar year.
4.1.2 For Administrators hired before July 30, 1997, vacation days are cumulative up to
a maximum of one hundred twenty-five (125) days with the following exception:
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Mr. Tosetto may accumuJate up to two hundred eighty (280) days. Administrators
shall receive terminal pay for all accumulated vacation days.
4.1.3 Thirty (30) are the maximum amount of vacation days that may be taken in any
calendar year and the thirty (30) days may be extended provided there is approval
by the Superintendent.
4.1.4 Upon approval of the Superintendent, the District will "buy back" up to five (5)
days of Wlused vacation per annum at the rate of 1/240 of the Administrator's
annual salary.
4.1.5 Administrators hired after July 30, 1997 may accumulate vacation days over a
three (3) year period, but must use them all by that time. There will not be any
payment for Wlused vacation days to any such Administrator, except as provided in
paragraph 4.1.4 of this Agreement.
4.1.6 The District agrees that in the event of an administrator's death, the administrator's
spouse or estate shall receive payment for all accumulated vacation days.
.'. ..' :"-
. .
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42 Holidays- Administrative personnel shall be grantedthe following holidays with full pay:
4.3
4.4
4.5
5.1
1.
2.
New Year's Day
Patriots' Day
Good Friday
Memorial Day
Independence Day
Columbus Day
Veterans' Day
. Thanksgiving Day
Friday after Thanksgiving
Last workday preceding Christmas
Christmas
7.
8.
9.
10.
11.
..,
.J.
4.
5.
6.
Weekend Holidays - When one of the holidays so specified falls on a Sunday, the next day
(Monday) shall be the non-working day and when a holiday so specified falls on a
Saturday, the previous day (Friday) shall be so designated.
Utilization of Vacation Days -Vacations may be taken at any time during the fiscal year
upon receipt of approval of the Superintendent or hislher designee. Vacation days
accumulated in anyone school year may be taken through August 3 I of that calendar year.
Past Practices - It is understood that all past practices relating to Article 4.1 will remain in
full force and effect.
ARTICLE 5 - ADMINISTRATIVE EDUCATION LEAVE
All twelve (12) month administrative personnel may utilize their twenty-five (25) days of
paid vacations for purposes of education upgrading (taking advanced course wor~ etc.).
In addition, on the basis of prior approval of the Superintendent, they may be granted an
6.1
7.1
7.2
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additional ten (10) working days with pay once every two (2) years for the purposes of
educational upgrading.
ARTICLE 6 - BOARD'S RIGHTS
The Organization recognizes that the management and operation of the District and the
direction of its employees, including, but not limited to, the right to determine the size of
the staff, the right to assign work and schedule employees, the right to layoff, transfer
within the tenure area, promote, discipline and discharge employees, are vested
exclusively in the Board. Any and all other management functions, duties and powers are
retained by the District except to the extent they are expressly limited by a specific
provision of this Agreement.
ARTICLE 7 - ADMINISTRATIVE ASSIGNMENT
All twelve month administrators shall be subject to additional assignments as detennined
by the Superintendent. Such assignments may include, but are not limited to, coordination
of reading, B.O.C.E.S., special education, Federal programs, art, music, physical
education and public communications programs.
In the event of administrative vacancies, the Superintendent will consider applicants trom
the present administrative staff as well as other applicants.
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7.3 An administrator shall be advised in advance of any change of the administrator's
. assignment within the system, and any change of assignment shall be discussed with
himlher prior to the change. The Superintendent shall notify the administtator of action
taken with respect to hislher employment on the day following said action.
7.4 Recognizing administrators exercise m~erial responsibilities with respect to the
professional and nonprofessional staff in their schools; therefore, it is agreed that
administrators will be consulted and called upon to advise in negotiations of other
contracts and matters that affect their managerial responsibilities. An administrator shall
not be required to act as the chief negotiator against hislher wishes and there shall be no
disciplinary action or reprisals in case of refusal.
ARTICLE 8 -ARTICLE COMPLAINTS AGAINST ADMINISTRATORS
8.1 Any complaints or derogatory statements regarding an administtator shall be deemed
invalid and unfounded unless said complaint is documented. Any complaints which are
directed toward an administrator shall be called to the administrator's attention as soon as
possible and the administrator shall be afforded the opportunity to reply to the same. As
used in the preceding sentence, the phrase .'as soon as possible" is intended to allow the
Disnict the opportunity to conduct an investigation of the complainants' version of the
matter complained of before reporting the complaint to the administrator to obtain the
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administrator's version thereof: but not later than 10 working days following said
complaint.
ARTICLE 9 - DUES DEDUcnON
9.1 Dues Deduction - The District agrees to deduct from the salaries of administrators
Organization dues as said 3dministrators individually and voluntarily authorize in writing
the District to deduct and to transmit the monies promptly to such Organization. By the
third Friday in September, the Organization shall make every effort to advise the District
in writing of the amount of dues to be deducted.
ARTICLE 10 - EVALUATIONS
10.1 Assuming that every administrator has areas of strengths and weakness~ and assuming that
an administrative team must work together to achieve proficiency in their area(s) of
responsibility if students are to benefit from a positive educational environment, a written
yearly perfonnance evaluation shall be conducted as follows:
10.1.1 Said evaluation shall be mainly (but not limited to) evaluation on the basis of
detailed job descriptions and yearly objectives which have been agreed upon by
the administrator and his/her immediate supervisor.
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10.1.2 The evaluator shall cite specific incidents in making said evaluation and the
evaluator shall be held responsible for proposing detailed suggestions for
improvement.
10.1.3 Said evaluation shall include the area of district-wide responsibility assigned by
the Superintendent as well as ~ indicated as primary job responsibilities.
10.1.4 (1) Assistant principals shall be evaluated annually by their principals.
Said evaluations are to be completed in writing by July 15 and
copies of the evaluations will be forwarded to the Superintendent
and placed in the administrator's personnel file.
(2) Principals, directors and district coordinators shall be evaluated by
the Superintendent and said evaluations are to be completed in
writing by July 15 yearly. Copies of the evaluations shall be placed
in the administrator's personnel file.
10.1.5 The admin1~trator will be given a copy of any written evaluation report at least one
(1) day before the conference to discuss it. The administrator will have the right to
discuss such report and any other documents before placement in hislher personnel
file. The administrator shall have the right to respond in writing within thirty (30)
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days to any material placed in hislher personnel file and hislher response shall be
,
attached to and become part of the file copy.
ARTICLE II-GRIEVANCE PROCEDURE
11.1 Only a violation of a specific provision of this Agreement can be grieved. The employees
have the right to grieve. The Organization has the right to grieve.
11.2 STEP ONE - The employee, who is felt to be aggrieved, shall fU'Sttake up the matter in a
verbal and informal manner with hislher immediate supervisor. The grievant shall initiate
such informal conference within five (5) days after the alleged incident. If the grievant
does not initiate said informal conference within five (5) days, the alleged grievance shall
be considered waived and no further action shall be taken.
11.3 STEP TWO - If the alleged grievance is not satisfactorily resolved at STEP ONE, the
grievance must be committed to writing on the grievance form shown in Appendix A of
this Agreement. The administrator shall answer all questions on the grievance form. At
this juncture, and from this step forwar<Lthe grievant may request that he/she be
accompanied by a member of the Organization.
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11.3.1 If the grievant does not initiate STEP TWO action within five (5) days following
the informal conference indicated in STEP ONE, the alleged grievance shall be
considered waived and no further action shall be taken.
11.3.2 The Board shall be represented at STEP TWO by the Superintendent or his/her
delegate.
11.3.3 Following the STEP TWO conference, the Superintendent or his/her delegate,
within five (5) days, shall answer the alleged grievance and make hislher fmdings
in writing. A copy of said findings shall be given to the grievant.
11.4 STEP THREE - If the alleged grievance is not resolved in STEP TWO~ the grievant may
submit his/her grievance to the Board for its review at its next regularly scheduled board
meeting. If the grievant fails to file the alleged grievance within five (5) days after receipt
of written answer of the Superintendent or his/her delegate, the alleged grievance shall be
considered waived and no further action shall be taken.
11.5 Within fifteen (15) days from receipt of the alleged grievance, or at the next regularly
scheduled board meeting, the Board shall take action upon said alleged grievance. The
Board's action shall be reduced to writing, and a copy of said action shall be provided the
grievant.
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11.6 If the alleged grievance is not resolved at STEP THREE~the grievant may so infonn the
Superintendent by written notice and such written notice must be filed with the
Superintendent not more than ten (10) school days after the date of the previous decision.
If the written notice is not filed within the time limit provided, the alleged grievance'shall
be considered to have been settled by the answer of the Superintendent or the
Superintendent's designee. The written notice must be countersigned by the appropriate
official of the Organization evidencing that the Organization approves taking the
grievance to arbitration. The grievance will then be submitted to arbitration. Within five
(5) school days after said written notice has been filed with the Superintenden~ the
Organization shall apply to the American Arbitration Association ("AAA") for the names
of twenty qualified and available arbittators. The parties will then be bound by the rules
and regulation of the American Arbittation Association. The decision of the impartial
arbitrator shall be final and binding upon the District~Organization and the administrators.
However, the impartial arbitrator shall not have the power to add to or subtract from or to
modify any of the tenns of this Agreement and the impartial arbitrator shall not have the
power to award on any matter under the jurisdiction of the State Teachers' Retirement
System or any matter which is otherwise reviewable pursuant to law. The costs and
expenses of the impartial arbitrator will be borne equally by the District and the
Organization.
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ARTICLE 12 -NOTICE OF TERMINATION OF EMPLOYMENT
12.1 Administrators who plan to discontinue working for the District shall notify the Board at
least sixty (60) days prior to June 30 of the current school year.
12.2 An administrator who is not to be re-employed for the subsequent school year shall be
notified by the District no later than sixty.(60) days prior to June 30 of the current school
year.
12.3 The above stated time notification limitations may be waived by consent of both parties to
this Agreement.
ARTICLE 13 - FRINGE BENEFITS
13.1 Absences and Leaves - Leaves and absences, other than sick leave, will be allowed onlv
after appropriate notice is given to the Superintendent or other appropriate official.
13.2 Personal Illness - Each administtator who is absent because of personal illness will be
allowed twelve (12) days in each of the first three (3) years of service in the District
without any deduction in salary. Any portion or all may accumulate. These days shall be
credited at the beginning of the school year.
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13.3 Sick Leave - The sick leave allowance without deduction of pay granted administrators in
each of the first (3) years of service in the Disnict may be used under the following
conditions:
13.3.1 Dlness -to the anministrator or immediate family (husband, wife, son, daughter,
mother, father, sister, brother, grandparents and corresponding in-laws or a
resident living full time in the employee's household.)
13.3.2 Credited sick leave allowance shall tenninate at the severance of employment.
13.3.3 Any of the three (3) days available each year without salary deduction may be used
for personal business. They shall be considered sick days for proration purposes.
13.3.4 Accumulated sick leave, for those persons granted a leave of absence, will be held
for the employee's credit upon return to duty.
13.4 Leave for Tenured Personnel- Administrators who have been continuously employed by
the Disnict for three (3) years and/or who have been placed on permanent tenure shall
have no salary deduction for personal illness in any single school year.
13.4.1 In unusual cases of prolonged illness which may extend beyond the immediate
school year, the Board of Education may grant full or partial salary into the
- 17-
succeeding school year. -Any administrator who has been continuously employed
by the District for three (3) years and/or placed on pennanent tenure will be
allowed emergency absence up to twelve (12) working days per year without loss
of pay. This emergency leave allowance shall be credited to his or her account at
the beginning of the year. These days shall be cumulative to a maximwn of thirty-
six (36) days in anyone school year.
13.5 Emergency Leave - Emergency Leave may be used under the following circumstances:
13.5.1 Illness - to the administtator's immediate family (husband, wife, son, daughter,
mother, father, sister, brother and corresponding in-laws and grandparents or a
resident living full time in the employee's household).
13.5.2 Three (3) days of the available emergency leave may be used for personal
business.
.13.5.3 Quarantine. limited to the number of days that have been accumulated.
13.5.4 Other Purposes - For a veteran to take a physical exam for compensation when so
required by a United States Government Agency; for an employee to attend a
compensation court hearing on his/her own behalf or for a medical examination
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ordered by such a court where the injury resulted from hislher employment by the
school; for non-family funerals.
13.5.5 The Board of Education reserves the right to rescind this stated sick leave policy as
far as an entire group or the individual is concerned if there is evidence that the
terms are being abused. If the Board rescinds this policy, the individual shall
revert to the accumulation of sick leave pennitted as of June 30, 1967.
13.6 Anticipated Disability -If an administrator is aware in advance of the need for an absence
because of an illness or injury (e.g., scheduled operation, pregnancy), the administrator
shall give written notice to the Superintendent as soon as practicable after the
administrator becomes aware of the need. The administrator will attach to the notice a
certificate from the administrator's attending physician which verifies the need and states
the anticipated duration of absence from work because of inability to work. The Disnict
may require verification of the administrato{ s ability to work at any time prior to or
during the scheduled absence and upon return to work.
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13.7 Child-Bearing.Maternitv. and Child-Rearing Leave
13.7.1 Definitions:
(1) Child-Bearing Leave - An unpaid leave of absence granted to an
administrator at the administrator's option at any time between the date an
administrator first notifies the District that said administrator is pregnant
and the date the administrator is no longer physically able to work, as
detennined by her physician.
(2) Maternity Leave - The period of time of the administrator's pregnancy-
related disability. Such leave will begin on the date the administrator is no
longer physically able to work, as determined by her physician, and will
end on the date the administrator~s physician detennines that said
administrator is physically able to return to work.
(3) Child-Rearing Leave - An unpaid leave of absence granted to an
administrator following delivery and any pregnancy-related disability.
Such leave will begin at the time the administrator~s physician determines
that said administrator is physically able to return to work.
13.7.2 An administrator desiring a child-bearing leave must request the District for
pennission, in writing, thirty (30) days prior to the date that such leave is requested
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to begin. Each request must have attached a physician's certificate determining
expected date that the administrator is no longer physically able to work.
13.7.3 (1) An administrator desiring a child-rearing leave must request the District for
permission in writing. The granted leave will commence at the time the
administrator's physician detern$tes that said administrator is physically able to
return to work following delivery and other pregnancy-related disabilities.
(2) The administrator will normally return from a child-rearing leave at the
beginning of a semester. However, an administrator's request for an earlier
return will not be denied.
13.7.4 (1) The period of time the administrator is absent on maternity leave will be treated
the same as the period of time an administrator is absent for any other physical
disability.
(2) A maternity leave shall begin when the administrator has become physically
incapable of performing her duties as detennined by her physician.
13.7.5 If an administrator takes a child-rearing leave, or any combination of the above,
the administrator shall be entitled to return to the administrator. s former position
or an equivalent position.
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13.1.6 Child-rearing leave shall..be available to both male and female administrators.
13.8 Reinstatement:
13.8.1 Child-rearing leaves - No salary benefits or fringe benefits may accrue or be
utilized by an administrator on such leaves.
13.8.2 Maternity Leave - It is understood that said administrator will be reinstated in her
fonner position, or an equivalent position, at not less than her fonner salary at the
time leave was granted. An administrator who returns from such a leave will be
placed on at least the same level of the salary schedule she was on when the leave
commenced, except that an administrator having served more than five (5) months
in the school year in which the leave commenced shall be placed on the next
higher level of the salary schedule.
13.8.3 A total unpaid leave of absence shall not exceed two (2) years. However, the
Board may extend such leaves in multiples of one semester.
13.9 Special Leave - The Superintendent may grant said leave with pay for any cause deemed
beneficial to the school system.
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13.9.1 The Superintendent may..grant an unpaid leave of absence, up to one (1) year, to
any administrator who, after good and faithful service, so requests. Such leave
will not be unreasonably denied. No salary benefits or fiinge benefits may accrue
to or be utilized by an administrator during unpaid leaves, including child-bearing
leaves.
13.10 Visitation Dav - Time will be provided to visit other schools upon approval of the
Superintendent.
13.11 Educational or Professional Conferences -Time necessary to attend such conferences shall
be granted upon approval of the Superintendent or hislher designee.
13.12 NationaL State and Local Association Meetings. Upon approval of the Superintendent,
necessary time shall be granted for representatives of the Organization to attend state and
national association meetings.
13.13 Educational Leaves of Absence. Requests for such leaves of absence for administtators
will be considered by the Board on the recommendation of the Superintendent and if
granted., will be without pay except for sabbatical leave.
13.14 Militarv Leave - will be granted any administrator as provided by law.
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13.15 Jury Duty Leave - Attendance at..court for jury duty is an excusable paid absence provided
the subpoena is filed with the Superintendent.
13.16 Court Witness Leave -Attendance at a court as a witness as the result of a subpoena is an
excusable absence provided the subpoena is filed with the Superintendent. Full pay will
be allowed provided any remuneration re~eived, less extra expenses, is paid to the District.
13.17 Leave Policy - It is the policy of the Board not to grant leaves of.absence, other than child-
rearing leave, for periods in excess of one (1) year. Written request for such leave will be
considered by the Board through the Superintendent.
13.18 Death in Family Leave -limited to five (5) working days. Family is defined as husbancL
wife, brother, sister, father, mother, grandparents, son~daughter and corresponding in-
laws, or a resident living full time in the administrator's household.
13.19 Benefits Following Leave -All benefits to which an administtator was entitled at the time
his or her leave of absence commenced, including accwnulated sick leave, will be restored
to him or her upon return and he or she will be assigned to the same position which he or
she held at the time said leave commenced.
13.20 Extensions and Renewals -All requests for extensions or renewals of leaves may be
granted by the Superintendent.
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13.21 Leave Accrued Elsewhere -Personnel who join the administrative staff of the District
either from within the District or from another school system will be granted the amount
of unused sick leave with which each person was credited in the system from which he or
she last served, up to the maximum accumulation allowed under the District policies~
13.22 Benefits Upon Reassignment -Any administrator in the District who changed
administrative positions within the District shall retain all previously accrued benefits.
13.23 Health Insurance - The Board shall make available to each administrator the same medical
health insurance and dental benefits available to the LPUT unit if the administtator so
chooses. The total amount expended by the District on annual health insurance premiums
for the LPOEA membership shall not exceed $60.000 during the 2001-2002 school year or
$70,000 during and following the 2002-2003 school year. Any cost to the District above
these figures shall be paid by the administrator.
13.23.1 During an illness or injury were an administrator's absence extends beyond
the accumulated sick leave, the District shall continue to pay its agreed
upon share of the cost of the health insurance for a period not to exceed two
(2) years after the date of the expiration of accumulated sick leave.
13.23.2 The administrator who reaches the age of sixty-five (65), or whose spouse
becomes sixty-five (65), may notify the Administrative Services Office in
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advance so that the health insurance may be converted under the provision
of the Medicare program.
13.24 Property Losses - Administrators who lose articles or items of personal property through
theft or damage, excluding cash, will be compensated for actual replacement cost by the
District minus any insurance coverage possessed by the administrator. Proof of loss will
rest on the administrator and the administrator must show that such loss was not due to his
or her carelessness or negligence.
13.25 Work Related Injury - An administrator who becomes injured in the course of performing
hislher duties relating to supervision and/or the discipline of students will be compensated
for the duration ofhislher injury at a rate equal to that which he/she would have otherwise
been paid, to the following extent:
(1) The year in which the administrator is injured shall be covered by sick leave.
(2) The year immediately after the year in which the administrator is injured shall
also be covered by sick leave.
(3) During the duration of (1) and (2) above, any monies received by said
administrator from compensation insurance shall be returned to the District in
lieu of salary.
July 1, 1999 -June 30, 2003
14.1 Salary Schedule.
1999-2000 2000-0 1 2001-02 2002-03
Directorof SecondaryEducation! . $94,000 $97,000 S99,250 S99.250
High School Principal
Middle School Principal $93,500 $95,000 $96,500 $96,500
Assistant Elementary School Principal $70,000
Director of Continuing Education
Elementary School PrincipaJlDirector $90,000 $95,000 S95.000
of Continuing Education
Director of Elementary Education! $93,000 S97,000 $99,250 $99,250
Elementary School Principal
High School Assistant Principal $79,500 S80,500 S82.000 $82.000
Director of Special Education and $84,000 S88,750 S93,500 $93,500
Instructional Services
Dean of Students/Director of Athletics. $70,000 $85,000 S90.000 $90.000
Physical Education and Health
-26-
(4) However, if at any time; said administrator receives a compensation award, said
administrator shall keep the part of the award designated as disability payment.
(5) If the ~ministrator is still on disability at the end of the second year, he/she may
ask the Board to continue sick leave payments for another year. The Board may
or may not approve such request.
ARTICLE 14 - ADMINISTRATORS' SALARY SCHEDULE
. This schedule is subject to Section 14.4 of this Article 14 concerning any administrator appointed on or
after September 1, 1997 to replace the then current incumbent of any of the positions listed.
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14.2 Commencing with the 1995-96 school year, annual District administrative service
increments shall be awarded according to the following schedule:
Lew-Port Administrative Service Increment
3-14 years
15-24 years
25+ years
$2,500.00**
$3,500.00**
$4,000.00**
*. This service credit will not be available to any administrator hired after 7/30/97.
14.3 Beginning salaries for newly hired administrators will be at a minimum of $60,000 per
year, but not more than 10% less than the 1996-97 base salary of any LPOEA member in
an equivalent position.
14.4 Effective July 1, 1997, the factor to be used in calculating the per diem monetary
equivalent of unused vacation days for LPOEA members hired before July 30, 1997 will
be 1/240 of the administrator's annual payroll compensation, based on the extension of
the year of separation. Previous disbursements are not affected by this calculation factor.
ARTICLE 15 - NEW JOB CLASSIFICATIONS
ADDED TO BARGAINING UNIT
15.1 In the event any new job classifications are added to the bargaining W1it,the Organization
has the right to negotiate the salaries, hours, tenns and conditions of employment for
those positions.
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ARTICLE 16 - RETIREMENT PLAN
16.1 Eligibility for retirement pursuant to the New York State Teachers Retirement System
and 10 years of New York State administrative service, and is available only to current
LPOEA unit members appointed on or before July 1, 1997.
16.2 This program will be available only to administrators eligible to retire for the first time
without penalty in New York State. The administrator(s) who have already passed their
first year of such eligibility will be given the opportunity to participate in this termination
benefit, one time only, during the 2001-2002 school year. Anyone who becomes eligible
effective during a subsequent school year must resign no later than July 1 following the
date they become eligible and they must notify the District in writing at least four months
in advance of their resignation for termination purposes to qualify for this benefit.
Failure to comply with the four months' notice and/or the first eligible conditions of this
benefit means that the administrator(s) has waived hislher right to this benefit in its
entirety. Notwithstanding Section 209-a.1.(e) of the Civil Service Law~the terms of this
termination benefit will expire absolutely on August 31, 2003.
16.3 The District shall establish a termination benefit program for the purchase of health
insurance. Once the LPOEA member has formally resigned from his or her current
position, the amount allocated to each terminated administrator toward the purchase of
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health insurance will pe 75% ofj:he administrator's currentS year final average salary
exclusive of accumulated unused vacation pay.
16.4 The tenninated administrator will have the option to elect to receive the cash equivalent
of the above insurance payment each year until the amount of funds allocated to him or
her is depleted.
16.5 The District will not in any way' be obligated to provide insurance or cash to the
tenninated administrator's estate. Any monies not used, upon the death of the terminated
administrator shall go to that administrator's designee irrevocably named on or before the
date the benefit becomes effective on a form to be provided by the District. The method
of payment shall be the same as if the administrator were alive. In the event said
beneficiary does not survive the tenninated administrator, any balance of the fund
allocable to the terminated administrator at the time of hislher death shall revert to the
District.
16.6 Should the District adopt a State-offered retirement incentive, an Administrator will not
be eligible to participate in both this Plan and the State-offered retirement incentive.
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ARTICLE 17 - LEADERSHIP TEAM PERFORMANCE STIPEND FUND
17.1 A Leadership Team Performance Stipend Fund will be instituted. The total amount of
the Fund will be equal to $3,500 per FTE position of Director, $3,250 per FTE position
of Principal and $3,000 per FTE position of Assistant Principal or Dean of
StudentsIDirector of Athletics, Physical Education and Health. The actual stipend
received by any such Administrator will. be tied directly to hislher individual performance
. as determined by the Superintendent of Schools pursuant to the "Perfonnance Objective
Plan" attached to the parties' Settlement Memorandum. Note: For the 2001-2002 and
2002-2003 school years, the dates in that Plan will be adjusted, if necessary, to provide
for completion by July 15 of each year.
IN WITNESS WHEREOF, the duly authorized representatives of the parties have
signed their names below on the dates indicated.
FOR THE DISTRICT: FOR THE ORGANIZATION:
By: (j~/k~cP~
Superintendent of Schools
By:~\\~ \VC\Q\rl!-o
President
Date: ~/)o )
I
Date: \I
~\a \
BFLODOCS:26937 _2 (KS902)
1.
2.
3.
4.
s.
6.
APPENDIX A - GRlEV ANCE FORM
Grievant's Name:
Date of Step One informal conference:
Date of submission of this written grievance:
Nature of Circumstances out of which the grievance arises:
Section(s) of the Agreement alleged.to have been violated:
Remedy or correction requested:
Employee's or Organization Officer~s Signature
